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The Regents Task Force has as an authorization to 
consider the iiplications of collective bargaining for faculty 
governance, the inplications of collective bargaining for 
institutional autonoay in a system of universities such as the 
Wisconsin systen, and the isplications of collective bargaining for 
> recruiting, and retaining quality faculty. Conclusions and 
recommendations include: (1) Thn extension of collective bargaining 
rights to faculty should be based upon a recognition of their dual 
role as both employees and professionals. (2) The following 
principles and practices cf the University systee are essential to 
maintain a public university systen with excellence and should be 
aaintained in any collective bargaining arragnenent developed for 
faculty: institutional autonony; tenure; academic freedom; merit 
system for salary; shared governance; and recognition of the 
responsibilities and authority of the Regents, president, 
chancellors, faculty, and cxademic staff. Hajor issues discussed in 
the report Include: collective bargaining in higher education; 
collective bargaining riguts, their scope and ertension; specific 
provisions in enabling legislation, and the minority statement. 
Appendixes include statements from faculty, students, and staff, 
appearances from organized groups, and discussions with national 
authorities^ (Author/PG) 
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To the Board of Regents: 

At the March 1974 meeting you authorized the President of the 
Board to appoint a task force "to consider the implications of 
collective bargaining for faculty governance, the implications 
of collective bargaining for institutional autonomy in a 
system of universities such as this, and the implications of 
collective bargaining for recruiting and retaining quality 
faculty..^." I have been honored to serve as chairman of this 
Task Force, which included four Regents, five state legislators, 
seven professors, and representatives of the students, state 
government, organized labor, the public, and the University 
System administration. 

The Task Force has addressed what well may be the most important 
set of issues with long-range consequences facing the UW System 
since its creation. The rights to organize and bargain collectively 
have been extended to municipal workers, to elementary, secondary 
and vocational teachers, and to all state classified employees. 
The Task Force has cone- :.ded that these rights should now be 
extended to faculty and academic staff of the University System, 
but only through a separate and special statute which recognizes 
and protects the traditions and practices of shared governance 
in Wisconsin higher education. 

In its deliberations, the Task Force collected a large and 
varied volume of literature on the subject of collective 
bargaining as it affects higher education. This small library 
as well as minutes of each of the Task Force meetings and the 
Wingspread conference are available in the office of Associate 
Vice President Lemon. 
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We owe a debt of gratitude to the Task Force members who had 
to labor hard to read the volumes of materials and attend the 
many meetings over 11 months necessary to comprehend this 
complex subject. Further, all of the members wish to extend 
thei.' thanks to the Task Force staff head, Wallace Lemon, 
to Cynthia Benevenga of the UW Central Administration for 
secretarial assistance, and to Bonnie Reese of the Legislative 
Counsel and Richard Dunn of the Depai^tment of Administration for 
their fine liaison and technical assistance. 
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Final Report of the University of Wisconsin System 
Regents Task Force on 
Iniversity Governance and Collective Bargaining 

BACKGROUN D 

The subject of collective bargaining rights for faculties in higher 
education previously was addressed by the Governor*s Advisory Con'icte:* on 
State Employment Relations. In their report of December 1970, waich led to 
the present State Employment Labor Relations Act providing collective 
bargaining rights for state classified employees, the committee concluded 
that collectible bargaining for the faculty in higher education was inappropriate 
at that time. Their report Indicates that faculty members from the State 
Universities System were emphatic in their concern for economic matters, but 
also were most concerned with their limited role "in the broad range of 
academic decision Biaklng known dp governance*" In contrast, some faculty 
representatives of the University of Wisconsin, while expressing concern 
regarding salary matters. Indicated satisfaction with respect to opportunities 
for faculty participation in faculty governance, but expressed opposition 
to collective bargaining* 

While the Governor's Committee did not recommend collective bargaining, 
it did recognize the "unavoidability of collective bargaining if solutions 
are not found for at least two problems; (1) compensation; (2) faculty 
participation in university governance* *• The committee also recoimnended 
that the necessary steps be taken to provide the State Universities' faculty 
with an increased role In university governance. 

The University of Wisconsin System was created in 1971 by a state law 
(Chapter 100), which combined the state's two public university systems under 
a single board of regents. The merger brought together two systems with 
somewhat different traditions and practices, particularly in the matters of 
Q institutional governance. 
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A merger Impleaentatlon coranlttee worked for about a year to develop 
legislation which set forth new statutory definitions of authorities and 
responsibilities to permit the merger to function properly. The iuplementa- 
tlon bill, which became Chapter 335 t Laws of 1973 (hereafter referred to 
as the "merger law"), establishr ' a system of shared governance between the 
Board, administration, faculty, and students. In addition, the law provides 
specifically for a faculty role in the management of the campuses and gives 
them the right to determine their own faculty organization structure and 
to select representatives to participate in institutional governance, and 
most Importantly, to have the primary responsibility for academic and 
educational activities and faculty personnel matters. This broad delegation 
affords former State Universities faculty direct statutory authority and 
responsibilities for the first time* 

During the 1973-75 legislative session bills were Introduced by The 
Association of University of Wisconsin Faculties (TAUWF), the American 
Federation of Teachers (AFT), and the National Education Asboniation (NEA), 
providing for extension of collective bargaining rights to faculty and 
academic staff of the University of Wisconsin System, The bills were 
generally patterned after the provisions of the Wisconsin State Employment 
Labor Relations Act, which applies to the state classified civil service 
employees. 

During this same period, a number of University of Wisconsin System 
campuses experienced severe enrollment decreases which led to budget 
reductions resulting in layoffs. This prompted a growing concern among 
faculty 'for job security. The faculty also were deeply concerneJ about the 
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Increasing impact of unprecedented inflation on their income. 

Faculty groups appearing before the Assembly Labor Committee on the 
1973-75 bills generally were united in their concerns on these economic 
matters, but were not in agreement over the potential impact of collective 
bargaining on other aspects of higher education, particularly the so-called 
"governance functions." The TAUWF bill <.AB 825A) was recommended for 
passage by the Assembly Labor Committee, but it was not naken up for 
consideration by the full Assembly during the 1973-75 session. 

In a statement to the Board of Regents at the March 1974 meeting. 
Professor Clara Penniman expressed concern on behalf of some of the faculties 
In the UW System that the bills presented to the Assembly Committee did not 
meet the faculties* minimum requirements ^nd about the potential Impact of 
collective bargaining on the University of Wisconsin System. Professor 
Penniman recommended that a Regent committee be created to consider the 
problems and their solution with a view to the future quality of the whole 
UW System. 

The Regents approved the concept and authorized the President of the 
Board to appoint a committee to include Regents, faculty, administrators, 
legislators, a st:tdent, a state government representative, and i 
representative of organized labor. The discussion by the Board of Regents 
in considering the proposal supported the idea of such a study by a 
broadly representative group because the University presents different 
problems than encountered in the usual industrial or public employee 
collective bargaining situation, particularly in such areas as the faculty 
involvement in institutional governance and the tenure system, and stressed 
the need therefore to examine the possibility of some new approaches that 



University Governance and 
Collective Bargaining 



March 6, 1975 



recognise these distinct practices. 

The President of the Board then appointed a Task Force which included 
four Regenvs, four legislators, a chancellor, seven faculty representing 
various faculty croups, a representative of the Department of Administration, 
one UW System Vice President, a representative from organized labor and a 
student. <A list of the members is a part of this report.) 

The first meeting of the Task Force was held in April 1974, and there 
was a discussion of the ground rules and a format to be followed. It was 
decided that the Task Force needed to have a common baseline of Information 
about the UW System organization and operation, as well as the trends in 
collective bargaining in higher education both at the state and federal 
level. It was also agreed to solicit the views and concerns of faculty, 
students, administrators, academic staff and the public. In meetings during 
the summer, papers were given on the organization of the UW System, the 
operation of faculty governance and the tenure system, and the operation of 
Wisconsin's State Employment Labor Relations Act. Services of the Academic 
Collective Bargaining Inforraaticn Service (a national source of information 
on collective bargaining in higher education) were made available and a 
great deal of information relating to developments and models around the 
country was circulated, as well as information from students and faculty. 
A paper presented by the Director of the Academic Collective Bargaining 
Information Service, Dennis H. Blumer, set forth an evaluation of collective 
bargaining in higher education as well as an up-to-date analysis of the status 
of such developments in the country. Mr. Blumer *s report emphasized that 
there had not been much innovative development of collective bargaining 
models for higher education throughout the country — rather, tho traditional 
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practices of collective bargaining in industry and public employment 
tended to be applied, resulting in some distortions and conflicts. Ke 
indicated that the U.S. Congress was giving serious consideration to the 
adoption of collective bargaining legislation which would include public 
higher education, partly because there was no evidence that the states 
had developed any distinctive models to meet their own needs • 

Written views were received and discussed with a large mimber of 
representatives of groups of faculty, students, and administrators from 
across the UW System* 

A national contest was also sponsored to solicit proposals on 
university governance and collective bargaining solutions with the aim of 
obtaining ideas and innovative thinking not only from within the UW System, 
but -.rom across the country* Seventy-five entries were received and two 
proposals for an overall plan to permit collective bargaining by faculty 
on wages, fringe benefits and some limited economic issues without 
upsetting traditional faculty control of academic matters were awarded 
the major prizes. 

A two-day conference on university governance and collective bargaining, 
spunsored by the Johnson Foundation in cooperation with the. Regents Task 
Force, was held at Wingspread in November. The conference provided a 
forum in which the Task Force members and a number of the most recognized 
national scholars and experts on the subject defined and discussed the 
basic issues involved in collective bargaining and governance in higher 
education institutions. The discussions focused on the basic principles, 
models, and concerns that have emerged in collective bargaining in 
higher education in the nation as well as how they might apply to 

ERIC is 



University Governance and 
Collective Bargaining 



March 6, 1975 



Wisconsin's particular system of higher education. Following the two-day 
conference, the Task Force met for another full day for an in-depth 
discussion of the major Issues covered at the conference. 

The Chairman of the Task Force then prepared a working draft of a 
report which sought to identify and discuss the major issues and to make 
recommendations on them as well as the specifics that should he Included 
in enabling legislation. The draft was circulated to the Task Force 
members and others for review and comment. The draft was then addressed 
in two day-long sessions and each section ^of the report from beginning 
to end was discussed, amended and voted upon. 

The overall report finally was voted favorably by the Task Force on 
March 6, 1975 
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Summar y of Cone us iona apC^ Re conjaendf .t io n s 

/. To be i.ompatible. vxLth thi thadUZio,v\ olylC pMctice^ i>hcAtd cuUhofUty 
in W^Aconi^' h/'^krji -iducaJtion, my ^y^tm 05 co^ecttve 'oaA.grUnA.nQ ^kouZd 

2. T/ie 3xt&n6A,on OjJ 4ome ^om ojj coile.cjUv2. bafig^'/Ung KighJU to icLcaJUy 
and acjcdmic 6ta^^ appM& to bz a ZikeZy outg^owtli t'le. zxtjuniilon oi 
4ac/i )Ught& to municipal, pfibZLc ^ckoat and itatz dta&^lilojd mploytu 
In WlAcon&in and tkz contimUng nationaZ tJVLnd to oxtmd ttxck tvLghtb to 
kigktfL zdLLCxvtion tn6tltutioyLet, In vim o^ tkU, tkz Ta^k ToKcz condbjudu 

that it mold be zqtUtablz and in tkz pabJUc inteAo^t tkt oppofutunity to vUmd 
to zizct to boAgain c.oU,Q.cti\)zly to iacuJUty and acadmic Ata^i o^ tha 
UW Sf/4^ew, pHovided that tmbling l^iMtatton pnatzctA and ^uatatnA tkt 
\jaJbieji 0^ (ili&comin' A ^y^tm 0^ kigh^ aduLCxuJLon, 

3, Thz extzn&ion OjJ aottzctivz bafigaintng nights to iacjjJlty ^koiiM be baizd 
upon a Azcognition o^ tkdJji duat Kolz a& both employ zai oM pAo^zi-iijonaZe^, 
Aa employezi, faculty kavz a conczAn ioA thzin. pzMonal uozlioAz and 
fiimncAjoJi inteAZ6ti>, Ai pKo^zit'&ional6, tkzy join ifiith thz Univ2A&ity 
odminutAato^, Hzgznti, and AtudzntA in thz dzveJiopmznt and ZKZcution 

0^ thz iMtAuctionaZ, Kz&zoAch, and i>zA\)izz iuncjtionA oi thz Univzfuity, 
Collzctivz boAgaining -should be pzfunittzd on zconomic iiAuzii AzZatzd to 
thuA Aolz 04 mployzzA, vjhitz pAoi^iiionaJi and academic mattzu ^houJU 
be dzaJU mth thAough /ihoAzd govznmncz mecfean^nw. CoZJizctL\}Z 
bafigaining jJo/L acadmic Ata^i in thz UW Sy^tzm should be pznmittzd on 
zconomic ^4ae6 and othzn. conditions o^ zmploymznt. 
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4. T/ie meAgeA fUm utabtUhtd and dzilnod a thoAtoA ion. ^hoAtd goveAmnce, 
Mithin -thz UW System and dziAMOM tkt poM&fU avid n.Q>ipoyi&ibiJUtlz& 

tht Rzgtnti, Pfittidznt, dfumczJitofUi , ^acuZty, acadomla Ata^i, and 
iiiudtvU^ , TkU dWiteJi and -ctA iandamzntal pHA.mA.plz ikoAzd 
goveAnancz should cjontimz Jto bo. tha giUdlng pottcy ion. tko. liW SyAtm, 
One oi thz conceAwi In diMlgnlng a aoZlzctlvz boAgaXning zvvUttmzvit 
ioK iaaiJUy and acadmit 'ita£i undeA ^uc/i a ckantoJi liu In dtv^Ulng an 
oAnmgmM that l& mnkabJU and aJUo accomodates and pKottcU tkt 
heXeAogmtoiiS chaAacteA and tkz Individual values oi tkz InstAXuXloviA 
In tht UnLveASAXy ojj Wl&con&'in System, 

5. Tht ioltoviing pKincXples and pnacttces oi tkt UniveASlty System ojiz 
poAtLciUoAly eS6e.ntlaZ ion. thz peaplz oi W^co/tA-tn to malntOAn a public 
unlveMlty sy-item vUtk e.x.ceJUznce. and should be. maA.ntaA.ne.d tn any 
collective. boAgaintng oAAangmcnt dtvetoped ion. iacultyi 

a. Institutional autonomy and ^efXHAote. nUsiiions ion. exich institution 

b. Tke. tcnuAt 6y6tem 

c. Academic iAcedom and diveASity oi opli(Uon 

d. A meAAt system ioA ^aJbiAy dtiteAmination 

e. A pAeseAvation oi 4>haAed goveAnance aM the cjonccpts embodied in 
ChapteA 36, if}iscon4>in Statute (1973) 

i. Recognition oi the. n.espon6ibiJUtie6 and autkonAty oi the. Hcgents, 
VKesidcnt, chanceJUons, iaaxlty, the academic i^taH and the. 
iittxdejntji as expAes^ed in ChapteA 36, iiiisconsin Statutes (1973) 

6. Any enabling legislation pAovixUng collective boAgaining nights ioA 
iacjulty and academic staH ^ihould be 4>epaAate inom and not a pant oi 
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the. JbtaXo. on mnUcipaJi coJUtctivt boAgainlng lom and incZudz 4>pzci^lc. 
pAx>vl&A,0M In tkz iottovilnQ feet/ o/tm: pnJinciptiM and pAjactLcz& not to 
be ohHAdQed, coltzctlve. baA.g<UyUng fiigfvU, 4cope o^ boAgalning, anXt 
dzteAminatton, tkz mptoyvi, mpioyzt agznt&, dzilnitJion oi ^acjulty and 
academic -ita^^, eZzcXioM, hejvUng imcUon&f AMpoi^z pKoczduJizi , 
oAbWuxtion, HjoIz oi 6tudznt&, p/wceduAz ion. approval o^ ognzemzntA, and 
ioAA 6han.z pnoviMlnn, 
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MAJOR ISSUE 1 

Collective Bargaining In Higher Education t 

U coZl&ctCvz boAgoAjUng compatible, viitk tUgheA zdncjCuUon? 

Collective bargaining has enjoyed success as a process for resolving 
labor-management conflicts in the private and public employment sectors. 
However, experience with collective bargaining in higher education is 
still so limited that the question is unanswered as to whether the process 
in a traditional industrial or public employee form can function in higher 
education without eroding the system of shared governance generally 
practiced in higher education. 

The Task Force examined the concepts and practices of university 
governance in the UW System as well as in higher education generally 
throughout the country. It found, as Dr. Donald K. Smith, Senior Vice 
President of the UW System, stated in his document on "Shared Governance 
of Universities," that "the most essential characteristic of traditicnal 
university governance is the assumption that important decisions are a 
matter of colleglal or shared determination. Proposed actions are initiated 
at all levels of the University System and proceed by discussion and 
consultation to the point of decision. The presumptions underlying 
colleglallty are: (a) that all groups Involved in the enterprise have the 
common purpose of sustaining and advancing the recovery, organization, 
communication and expansion of knowledgej and (b) that the decision and 
actions which make this possible are best made finally in each case by the 
persons with the greatest professional expertise relevant to the particular 
decision. In this sense, governance is a shared enterprise, cooperatively 
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maintained by members of the community. 

Extension of collective bargaining to public higher education in 
Wisconsin would mean that faculty and academic staff would have the right 
to form and join organizations of their own choosing and to designate 
these as their representatives for bargaining purposes with their 
institutions and that the employer (Board of Regents) and the faculty 
designated representatives would have to negotiate in good faith. The 
process of collective bargaining as practiced in industry and public 
employment is a process of give and take aimed at achieving and implementing 
agreement between labor and management. This process is different from the 
traditional "shared authority" context in which decisions are made in higher 
education. The education Commission of the States doctmient "Collective 
Bargaining in Post Secondary Educational Institutions" (March 1974) states 
that: 

Perhaps the most unique administrative feature of higher 
education in the United Stat^^s is the aspiration of adminis*- 
trators and faculty as to the proper principles of academic 
government. In the main» universities and colleges either 
are governed by or are aiming ultimately for a system of 
governance commonly known as shared authority. The essense 
of the principle of shared authority is a recognition of the 
inescapable interdependence and interaction between the 
governing board* the administration and the faculty. These 
three components-—f acuity, administratiouy and board—have 
the joint authority and responsibility for governing the 
institution, and there needs to be adequate communication 
among these three groups and full opportunity for appropriate 
planning and effort* 

In a paper on collective bargaining and faculty governance presented 
to the Task Force by Dennis H. Blumer, then Director of the Acadonic 
Collective Bargaining Information Service, a number of the classic areas 
of potential conflict in practices between higher education and collective 
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bargaining are described; these include collegial relationships versus 
adversarial relationships, individuality versus collective power, merit 
systems versus equal access to rewards, institutional autonomy versus 
equal power for employees, flexibility versus procedural safeguards, 
traditional internal relationships versus new faculty relationships, and 
student role versus two-party system with no student role. 

It is clear then that collective bargaining as it presently operates 
in industry and public employment may not be compatible with the "shared 
governance" traditions and practices of higher education. The concern of 
the Task Force has been to determine whether a new or modified form of 
collective bargaining can be adapted to higher education and whether clear 
safeguards can be provided to protect the unique features of Wisconsin's 
higher education systepi. 

Conclusion 

Jo be compcutlblz viith thz tAAdition^ and pfuLoXldU oi AhoAod ojuthoAAJty 
in {tll&coynZn lUghzn. zdLLcatLon, any ^y^trn colZtctivt bafigainiyig should 
pnctzct tkz anlqaz iojotuAu oi ayUveMtCy ^h/uied governance.. 
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MAJOR ISSUE 2 

Extension of Collective Bargaining Rights to Faculty and Academic Staff : 

Should aoZlzctivz boA-gcUrUng KlgivU oxtzndzd to iciCjjJUbj 
and aaadmic staU^ 

More than 30 states have passed enabling legislation giving municipal, 
county and state employees the right to bargain. This development of new 
public employee legislation is the major force behind the movement to 
collective bargaining in higher education. Twenty-four states now have 
foctended collective bargaining rights in legislation to faculty and staff 
employed in public colleges and universities. Faculty in private institutionf. 
have the right to bargain under provisions of the National Labor Relations 
Act. There were also bills in the last session of the U. S. Congress to 
extend collective bargaining rights to public employees including those In 
higher education. In our own state municlpajl employees, public school 
teachers, and state classified employees are provided collective bargaining 
rights under separate enabling legislation. 

The Academic Collective Bargaining Information Service reports that the 
past academic year has seen a continuation of the growth trend In academic 
collective bargaining, although activity has slowed over prior years. It 
continues to be largely a public college phenomenon and primarily a 
community college movement, although most of the institutions organized 
in the past year were four-year institutions. While unionizing activity 
formerly took place in relatively few states, activity Is now branching 
into new states making it more of a national pattern. For the first time 
collective bargaining is being considered by faculty and staff at some of 
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the larger public universities In states with enabling legislation. 

Given this pattern, the Director of ACBIS in his testimony to the Task 
Force concluded that there is "a certain Inevitability about collective 
bargaining for Wisconsin higher education." At the same time he suggested 
that the Task Force should tailor the granting of rights to the peculiar 
needs of Wisconsin's system of higher education. 

The Task Force as it assessed the trends was impressed with the 
continual growth of collective bargaining in higher education nationally 
and with the arguments that it would be equitable in view of the rights 
granted other state employees to extend the opportunity to bargain 
collectively to employees in higher education. Recommendations by this Task 
Force favoi^lng enabling legislation for collective bargaining are based on 
the assumption that the quality of higher education in Wisconsin will not be 
affected adversely because of such legislation. However, it is recognized 
that the experience of major universities is still very limited. Data are 
not available as yet to determine what the eventual impact will be on the 
quality of teaching, research and outreach functions following the initiation 
of the formal collective bargaining process. 
Conclusion 

T/ie exteMA.on ojj 40me iom toZZ-dttivt boAgeUiUng Kighti to ^acuity 
and acadmic itaU appexuiA to be. a JUkzly oatgKowth thz ZKtznAlon OjJ 
^ach HA,ght& to immaUpal, pubtic school, and ^tatt cto^^^Zed mployze^ 
In WXicowA-tw and tkz continuinQ national Vimi to zxtQ.nd iack nA.gkt6 to 
klgkeA tdacation In&tAXwUonA , In view tkU, tht Ta^fe Vofice, condbidu 
that it muZd be. tqixitaJble, and in the. pubilo. MeAzit to extt^id tkz 
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opponXumXy to ultct to b(VtQ(Un dolltcMveZy to iacjuJUy ayid dcadmic ^^ta^^ 
OjJ tki UW Sy^tm, pwldid that ambling le.gl6lation pH.ote.ct& and 6u4tcUn& 
thz vcUuQ^ Wl&con&Zn*^ Ay4tm OjJ klgkeA zducjcction. 
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MAJOR ISSUE 3 

The Scope of Collective Bargaining Rights for Faculty and Academic Staff : 

blhcut 6ubjzct& oi boAQCuviinQ 6kould he ptnmUtzd u)itk iacLuttij and 
cLCjodmlt ^toi(^i that Mill 6e aompatiblz imWi maintznanct tkt 
quality 0^ WliconAtnU kLgke/i zduaatton 6y6tm? 

Most state laws define the scope of bargaining in terms similar to the 
National Labor Relations Act which covers wages » hours » fringe benef its, 
and other terms and conditions of employment* The term "conditions of 
^ploy^nent" can be interpreted to include the whole range of matters 
traditionally Included under the concept of "shared governance." This kind 
of broad scope collective bargaining results in a contract providing detailed 
statements on conditions of employment. The advent of a broad collective 
bargaining contract inherently changes the relationship of management to 
employees from that maintained under shared governance, sharpening the role 
distinctions among the Board, administration, faculty, and students and 
creating the need for a statement of "management rights." 

The assiimption that the processes of shared governance as traditionally 
observed could be maintained under broad scope collective bargaining is 
questionable. Therefore, the Task Force searched for a more limited 
definition or model which would protect shared governance mecnanisms and 
practices* The Task Force synthesized into a new model a number of ideas 
it received which differentiated between economic issues and matters 
traditionally handled by shared governance. Under this model there would be 
a system of faculty-university relationships that allows the possibility of 
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faculty adopting collective bargaining for limited economic issues while 
at the same time continuing their involvement in university governance* 
This model recognizes the dual role played by faculty members as both 
employees and prof essionals» On the one hand as employees they have a 
concern for their personal welfare and financial interests and on the other 
hand, as professionals, they join with the university administration. 
Regents, and students in the development and execution of the instructional, 
research and service functions of the university. 

Under this model wages and fringe benefits would be bargainable and 
matters that concern faculty and staff in their professional involvement 
would not. Some limited nonacademic matters would also be bargainable on 
an institutional level. 

Neil S. Bucklew, Vice President of Central Michigan University, in a 
paper presented to the Task Force, argued that this model is well suited to 
the special environment of a university because: 

(1) The University is characterized by a unique governance 
system of ^'shared responsibility." Faculty perform a 
crucial professional role in this process. This process 
is essentially deliberative in nature and the judgments 
reached are often a result of extensive analysis, 
consideration and re-consideration* Governance 

policy has been dynamic in nature and open to a 
continuing reconsideration by the deliberative process. 
To force such issues as academic personnel decisions 
(tenure, promotion, reappointment, etc.) and curricular 
matters into an adversarial relationship would tend to 
result in poor decisions-- in the long run if not over 
the short run. The decisions and the process of the 
decisions would be qualitatively inferior if they were 
placed in the bargaining context. 

(2) Faculty interest in collective bargaining is not intended 
to diminish or have the possibility of diminishing their 
professional responsibilities in the university community. 
Faculty when making a collective bargaining choice would 
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not desire that the result of collective bargaining should 
impede or diminish their roles in established university 
governance processes. To assume a collective bargaining 
model that was comprehensive in nature would be to ultimately 
place in jeopardy the established governance structure. 

(3) The negotiation and contractualization of governance and 
academic decision-making systems would have the effect of 
changing their nature. These processes are deliberate in 
nature and reflect a comi/iltment to a system of peer 
evaluation. To place these subjects in a contractual clause 
means among other things that they are now become matters 
for contractual grievances. Contractual grievance 
procedures are defined as "allegations of contractual 
violations" and represent the method of assuring tnat the 
university Interprets and applies the contract in an 
acceptable manner. The university is the "actor" and the 
union the "reactor" or grievant. 



Conclusion 

The. extzMlon ojj coJUe.ctLve. boAytUvUng ^tvU to iacjjJUy ^konhi fae 
b<uzd wpon a KtcaQnitLon oi tktuA dwaJi xoJLz oi both mployzu and pfioioMitJioYiaJU* 
A& mptoytzA, iacuZty hoot a oonce/tn ion thoAA poMovwit v}Qjti<VL& and ilnmcjuiZ 
tnt2Ae>iit&* Aa pfioie^4»iomJU, tk&y jotn viith tk& Uyiive^Ajy ajdnU.viUtnatofUi , 
RojQtYvU, and Atudznti In thz dtveZoprnzyit and exzcuuUon o^ thz A^nitnucjUonal, 
fiUOjOAck, and 4eivXce iJttncttoKA oi thz UniveAtttif* Cottcctivt bargaining 
6houJUi be peAmlttzd on zconomic -t4Aae6 fioMtod tti thoJifi Koto, a* mployo-ZM, 
lahUz p^oieMionai and aaxdmic matttn^ ikoiUd be deMt vu.th through, tha/iod 
govQAnance. rmchanUm* CotttcXlvt boAQolnlng ioK acadmic 6ta,ii In tkz UW 
Sy6tm should be pajmittzd on economic. ^A4ae4 awd othzK condition oi 
mploytnznt. 
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MAJOR ISSUE 4 

Relationships between the Board of Regents » Admini8tration> Faculty > 
Academic Staffs and Students : 

(tlhat new potLciz& muJUi be KaquJJidi in coJUzctlvt bcuigcu^ninQ 
ItQiMltLtion to Quuidd tht A.eJtatLonAhyLp6 boXvotzn the Boa/id 
Rzg(Lnt6, admini&tAjcUion, ^aciitty, and acadmic ^ta^i? 

An> legislation providing for collective bargaining rights for faculty 
and academic staff should promote the character, purpodes, and mission of 
the University of Wisconsin System as specified by the Legislature in the 
merger law. At this point it would be Inappropriate to establish a 
different statement of public policy that would drastically change the 
recently-enacted merger law. 

The merger law established a heterogeneous system in which institutions 
have individual missions and flexibility to carry them out. The law also 
provides a charter for "shared governance" within the University System. 
The bill specifies the powers and responsibilities of the Regents, President, 
chancellors, faculty, and students and defines the category of academic 
staff employees. Full rule-making Implementation of this charter will take 
another two years, although the major policy bu llding blocks should be in 
place by the end of the 1974-75 academic year. The collegial environment 
of shared governance will take additional time to develop at institutions 
where this concept has not fully matured. From the perspective of many ^o 
worked on the development of the new merger law (Chapter 36, Wisconsin 
Statutes, 1973), it would be contrary to the public policy established by 
the Legislature not to provide for the orderly Implementation of 
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Chapter 36 's letter and spirit. In the case of shared governance, implementa- 
tion of the letter of the law will be accomplished quickly. Implementation 
of its spirit may take longer. The goal, however, is a vital one, since a 
strong tradition of shared governance is a characteristic of the nation's 
most prestigious and dynamic universities. 

Conclusion 

The meAgeA. oMtahUMhoji ami dz^lnzd a oManZQA ion. ^hcuizd goveJimyice. 
mXkin diz UW Sy.&tm and dtilno^ thz powzu and xe>ipon^lbW,tLu thz 
Regewt6, PJitildejnt, chancMo^, ^acutty, acadmic 4;£a^jJ, and ^Jtudrnti, 
ThU duvut(2A and it& ^andoimwtat pxin(U,plz oi -ihoAsxL goveAmncz should 
contLmz to be tke. guAjUng policy ioK tkz UW Sy^tm* Om o^ thd, concetwA 
In designing a coJUzcZivt bargaining zntUlmznt ion. iacalty and acadmic 
4taii undeA mch a choAXoJi In deviling an o/tAangmmt tftat mKkabJic 
and aJUo accomodates and pHotcct& the hcte/iogmcoLa dyviacteA and the 
AMdlvldual vaiae/i o^ the InitUuXlonA In the Unlv^ity o^ (tJjUconsln System* 
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MAJOR ISSUE 5 

Principles and Practices of the UW System : 

iiJhat \.fimcxplu and pfuiMciU oaz Q^4^&ntial compomyU& oi thz 
UW Sy^^tm that 6houLid be mouMouLmd in any coJUzctLvz boAgalning 
oAJiangzjfmnt dzveZopzd ^ok iacjuJUy and acadejfiilc ^ta^^ 

In Its examination of the question of whether and how to extend 
collective bargaining rights to higher education while safeguarding the 
unique features of Wisconsin's system, the Task Force identified the 
following principles and practices which it feels are essential for the 
people of Wisconsin to maintain a public university system with excellence 
and which best serves the needs of the people of the state: 

(1) University miss ions/ institutional autonomy should be protected : 
In keeping with the best interests of the people of Wisconsin as 
articulated in the merger statute and the merger implementation 
statute, the University of Wisconsin System is a federation of diverse 
educational institutions, each of which should have its own autonomy 
and have protection for its differing mission under controls 
established by the Board of Regents* 

(2) Academic freedom and diversity of opinion should be preserved : 
History has taught the people of Wisconsin that majority rule does 
not guarantee the rights of the minority* Nor is the will of the 
majority necessarily the final historical truth. It is in the best 
interests of the people of Wisconsin and, as a result its universities, 
to protect each individual professor's search for truth* This is 

the basic justification for tenure and academic freedom* Thir right 
^ should not be abridged. 
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(3) The merit system should be maintained ? In order to keep in the 
universities of Wisconsin those persons who excel in teaching, 
research and public service and in order to attract such persons, 
the Task Force believes that It is good public policy to maintain 

a system of merit as the basis for salary and promotional adjustments 
within the UW System* A university is built upon the collective 
abilities of individuals. Its quality Is based to a large extent on 
those individual strengths • The University of Wisconsin System 
supports the means and sanctions which do the utmost to encourage 
Individual excellence and which lead to the making oi those tough, 
subjective judgments ne:essary to determine merit. The encouragement 
of individual excellence therefore requires that Individual merit be 
recognized and ret/arded to the ultimate and that the most discriminating 
judgment be used in maMng personnel decisions* Furthermore, each 
university in the UW System should retain those rights and privileges 
which enable it selectively to retain and reward— let alone attract— 
faculty on a merit basis* 

(4) The authority/responsibility of the Regents^ the President, and 
chancellors should be preserved in conformity with Chapter 36, 
Wisconsin Statutes : Both the merger law and the merger Implementation 
law dictate specific and Implied policy making and administrative 
responsibilities for the Regents, the President, and the chancellors* 
In all matters of policy the Regents have final authority. The 
President of the UW System — and imder the President's direction, the 
Central Administration staff- -has the aut'iorlty to recommend, implement, 
and administer Regents* policies and to gather or be given such data 
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and make such reports as are necessary to manage effectively the 
UW System on behalf of the Regents • Again, for effective management 
of the universities of the people of Wisconsin, the chancellors shall, 
at the pleasure of the Board, have specific authority and 
responsibilities for the management of the campuses. This authority 
and responsibility shall not be infringed upon except by the Regents • 
Further, administrative integrity implies the ability of the 
institution to be able to respond in a timely and reasonable manner 
to problems that face it---fiscal, political, management, etc*— 
without the necessity for shared governance considerations of those 
matters which are not primarily related to the academic program* 
This is necessary if institutional autonomy is to be maintained 
within a federation of universities such as the UW System* 
<5) Shared governance within the UW System should be protected and 

nurtured: The protection of academic shared governance in cooperation 
with the administration should be preserved* Shared governance 
includes, but is not limited to, such matters as: faculty personnel 
policy — including appointment, promotion, tenure, non-renewal, 
termination, layoff and the resultant grievance procedures-**calendar 
definition, workload assignment, admissions, transfers, graduation 
requirements, curriculum and instruction, student participation in 
academic governance to a degree that is not covered by law, and 
initial reaction to budget priorities and peer judgment* Under 
Regent policy shared governance shall also deal with, but not be 
limited to, matters dealing with affirmative action and discrimination. 
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This shared governance model is justified in terms of the values 
and goals of the University of Wisconsin System — values and goals 
which are designed to serve the best Interests of the people of the 
State of Wisconsin, as well as at times people from elsewhere within 
the country and around the world. The process of faculty governance 
involves a sharing in which both faculty and administration participate 
in policy-making, as differentiated from management functions. There 
needs to be a commitment to maintain and foster shared governance where 
it exists or where it is developing. 

The merger implementation law also vests the faculty with 'primary 
responsibility for the immediate governance of the institution" and 
gives the faculty the right to determine their own faculty organization 
structure. 

(6) Students rights/responsibilities should be maintained as defined in 
Chapter 36» Wisconsin Statutes (1973) ; The merger implementation law 
provides that students of each institution shall — subject to the 
responsibilities of the Board of Regents, President, chancellor, and 
faculty — be active participants in the Immediate governance and policy 
development for each institution. 

(7) The concepts and principles of Chapter 36 of the 1973 Wisconsin 
Statutes should not be abridged nor shall they be bargalnable t The 
concepts referred to in the preceding principles and those in Chapter 36 
of the Wisconsin Statutes are statements by the Legislature of 
Wisconsin as to the principles which are essential for a high quality 
University of Wisconsin System. Hence, none of the principles 
contained herein nor any of those In Chapter 36 shall be directly or 
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Indirectly abridged by collective bargaining. Further, collective 
bargaining at any level in the University of Wisconsin System should 
not directly or indirectly limit, alter, refer to, nor discuss 
matters covered by this list of principles and Chapter 36, Wisconsin 
Statutes. 

Conclusion 

T/ie ioUoujlng p^dple^ and pfULctlcoM oi Jtht UnlvoA^AXy Sy6tm aJiz 
peuUimloAZt/ uiiiMAM ioK tko. pe.ople. oi itll&cjoruln to maJivvtaAM a piihtit 
univeM^Xy ^y^tm witk excM^nct and should 6e malyUa^nod In any 
cott^cZivz boAQoLnAjfiQ a/LfLongmtnt dzveZopzd ^on. faculty i 

a, InitUmtlonaZ autonomy and ^epa/uUz ml&4lon4 ^oa. eac/i 
in&titution 

6. The. tmjJie. 6y/>tm 

c. kcAdmit pLzedom and dlveMAMi OjJ opJinAjon 

d. A moAAt 6y^tm ^oA. ^ala/iy dtteAmuuMon 

e. A pKQ^eMtatlon ojj iha^zd govcAnance. and tkz conctpti mbodA,zd 
In ChapteA 36, Wl&Cjon6^n Statutes {1973) 

^, 1le.cognlUon oi thz ^e^pon&lbAJiUlu and awthoKity oi the. JlzgeyuU, 
Vfie^idznt, chancMou, iacjjJUy, the. academic 6taU, dnd the. 
6tudeMU 06 expKeJi^td In ChapteA 36, Wl&con&ln Statutes [1973] 
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MAJOR ISSUE 6 

Specific Provisions in Enabling Legislation : 

{filnU 6pzci^lc pfLOvl&Aj>m 4>hould bo. IncJbxdzd In znabling Izgl&Zation 
p/LovicUng coZi^ctLve. baAgdinZng zyvtUl&mnt ion. UrUvoJUitjj OjJ 
(til&coMln System iacuJUy and acadmtc Ataii? 

The Task Force concludes that any collective bargaining legislation 
covering public higher education In Wisconsin should be separate from and 
not a part or the state or municipal collective bargaining laws. This Is 
necessary in order to continue Wisconsin's vise public policy of recognising 
the nature of higher education as contained in Chapter 36^ Wisconsin 
Statutes (1973) • 

In consideration of the increased costs associated \d.th the develop- 
ment of collective bargaining capabilities with additional administrative 
staff requirementSt including labor relations experts^ legal counsel, 
hearing officers ^ statisticians » and secretaries » It Is essential that a 
careful study be initiated in order to evaluate the magnitude cf such 
added costs* This should be done with the expectation that additional state 
funds will be allocated and that these will be adequate to meet the 
added costs so that reductions In operational funds will not occur. 

The Task Force spent some time In examining what specific provisions 
should be contained in any enabling legislation. Based upon its philoso-^ 
phical and policy conclusions stated In the previous sections of this 
report 9 the Task Force recommends the following; 
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(1) Principles and practices not to be abridged ; Provision should be 
made specifically in the legislation that the following Items will 
be maintained and not abridged: 

a. Institutional autonomy and separate missions for each 

institution 
b« The tenure system 

c. Academic freedom and diversity of opinion 

d. A merit system for salary determination 

e. A preservation of shared governance and the concepts embodied 
In Chapter 36, Wisconsin Statutes (1973) 

f • Recognition of the responsibilities and authority of the 
Regents, President, chancellors, the faculty, the academic 
staff, and the students as expressed in Chapter 36, Wisconsin 
Statutes (1973) 

g. The provisions of the merger law shall take precedence over 

collective bargaining legislation and nothing negotiated through 
collective bargaining can result in diminishing the responsibili- 
ties and rights provided for in the merger law. 

(2) Collective bargaining rights : The legislation should give faculty and 
academic staff the specific right to form, join, or assist organiza- 
tions and to bargain collectively through representatives of their 
choosing. They should also have the right to refrain from those 
activities, and nothing directly or Indirectly should abridge or limit 
the rights granted them under the merger lav* 

(3) Scope of bargaining ; Salaries, fringe benefits, and matters related 
to working conditions (which are not subjects of shared governance 
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or management rights) may be bargained at the System, cluster, or 
institutional level. It should be a prohibited practice for the 
Board of Regents or the faculty to bargain about matters reserved 
to the faculty or otherwise outlined in the merger statute* Matters 
included withir? this definition or protected under Chapter 36* s 
charter of shared governance include: 

a. Personnel policies, including policies and decisions on 
hiring* promotion, renewal and non-renewal, tenure, layoff, 
discipline, and evaluation 

b. Policies and decisions on workload, individual work assignments 
and schedules 

c. Allocation of merit compensation 

d. Academic matters. Including, but not limited to, policies and 
decisions on curriculum, grading » admissions, degrees, majors, 
and Instructional methods 

• e. Academic discipline and misconduct;, including standards and 

procedures for dealing with allegations of academic dishonesty 
by students or professional misconduct by faculty and academic 
staff 

f • Grievance procedures related to any or all of the above 

g. The faculty governance structure itself at the campus, college, 
department, and sub-department level 

h. Allocations and operations of segregated fee-funded activities 

i. Policies and procedures of auxiliary services solely supported 
by student produced revenues 
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Unit detennlnatlon i Collective bargaining units should be at the 
institutional level with provision for one unit for faculty and one 
for academic staff at each institution** Provision should be made 
that faculty and academic staff of an institution may by majority 
vote of each group constitute themselves Into a single unit* 
a« Notvlt-bstanding the limitation on unit determination in 4 above, 
any lav or medical school in the University of Wisconsin System 
may be constituted as a separate unit by majority vote of its 
faculty* 

<5) Employer ; The Board of Regents , through its representatives , shall 
be responsible for negotiating and administering on behalf of the 
state collective bargaining agreements with faculty and academic staff* 
In this role the Board should maintain close liaison with the 
Governor , the Department of Administrationt and with the Legislative 
Joint Committee on Employment Relations* The Board should establish 
a collective bargaining capability within the Central Administratioti 
for systemwlde bargaining on wages and fringe benefits* This 
capability shall also offer consultation and support in Institutional 
bargaining* The Board should delegate to the chancellors the 
responsibility to bargain with assistance and coordination between 
campuses provided by Central Administration staff on the permissive 
subjects of working conditions on an institutional level* The Board t 
pursuant to section 36*09(3) (j) of the statutes which provides "that 

*The institutions are UW-Eau Claire, UW-Green Bay, UW-La Crosse, UW-Madison, 
UW-Mllwaukee, UW-Oshkosh, UW-Parkslde, UW-Platteville, UW-Rlver Falls, UW- 
Stevens Point, UW-Stout, UW-Superior, UW-Whltewater, UW-Center System, and 
UW^Extension* 
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the board shall establish salaries for persons not In the classified 
staff..." and pursuant to state budgetary procedures, sliall make 
reconsnendatlons for adjusting compensation and employee benefits 
for faculty and academic staff that are not covered by a collective 
bargaining agreement • 

(6) Employee agents : Representatives chosen for purposes of collective 
bargaining by faculty or academic staff can be any faculty or 
academic staff organization^ Including a faculty senate or other 
shared governance structure, whose purpose Is to represent members 
of the faculty or academic staff In bargaining on matters within the 
scope of the legislation* 

(7) Definition of faculty and academic staff : For purposes of defining 
unit membership 9 faculty should be defined as a member of the faculty 
as defined in Section 36* 05(8) who has an appointment of one*-half 
time or more under Section 36*13 of the statutest and academic staff 
as a member of the academic staff as defined in Section 36*05(1) 
with an appointment under Section 36*15 and related rules, 

(8) Elections : A petition by 30 per cent of the faculty or academic 

staff shall be required as a showing of sufficient Interest to undertake 
an election to determine the establishment of a collective bargaining 
unit* In the case of an election for a faculty or academic staff 
unit, provision shall be made on the same ballot for voting slmulta** 
neously on two Issues: (1) the approval or disapproval of collective 
bargaining: and (2) which of the bargaining agents designated to be 
placed on the ballot shall represent the faculty or academic staff 
(for the faculty election In a given Institution, one of the proposed 
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bargaining agents may be its faculty senate or other shared governance 
structure authorized under section 36#09(4) of the Wisconsin Statutes). 
Only if 50 per cent plus one of those voting in the unit vote to 
approve collective bargaining under issue (1) shall the votes for 
representatives under issue (2) be counted. Then, if an organization 
under issue (2) receives 50 per cent plus one of those voting in the 
unit^ it shall be certified as the representative* If no proposed 
bargaining agent receives 50 per cent plus one of the votes cast» the 
agent with the least number of votes shall be dropped from the ballot 
and another election shall be held. This procedure shall be repeated 
until one representative shall receive a majority of the votes cast. 
Provision shall be made that elections can be held only once during 
the year and not for at least a year following an election. Provision 
for change or discontinuance of existing representation should be 
provided similar to the SELRA provision. 
(9) Hearing functions : It is essential that all cases requiring hearing 
and findings of fact affecting higher education regarding the handling 
of questions of recognition) certif ication» procedures for elections 
and hearings t unfair labor practices^ provision of mediation services, 
etc., should be heard before one or more persons with expertise in 
higher education. To this end It is desirable that any collective 
bargaining statute for higher education provide for such a requirement. 
Provision could be made in one of two ways: 

a. The establishment of a quasi- judicial tribunal separate from 
the Wisconsin Employment Relations Commission to deal with such 
casea . 
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b* The stipulation in law that the Wisconsin Employment Relations 

Commission shall provide for either a hearing examiner or a special 
tribunal to conduct such hearings and findings of fact with the 
requirement that the examiner shall have special expertise in 
higher education or that one or more tnerahers of the tribunal shall 
have such expertise. 

(10) Impasse procedures : Mediation services should be provided by the WERC 
in the actual bargaining of the agreement consistent with paragraph 9. 

(11) Arbitration : Arbitration services may be provided if agreed to by 
the parties and may deal with questions of interpretation and 
application of the collective bargaining agreement* The parties may 
choose any mutually acceptable third party as arbitrator* 

(12) Role of students : Recognizing the role of students as a vital and 
Integral part of the UW System^ the parties may by mutual agreement 
invite a representative student to be an observer at the negotiating 
sessions* 

(13) Procedure for approyal of agreements : Agreements on wages and fringe 
benefits reached between representatives of the employees and the 
Board of Regents^ after ratification by the employee group and Board 
of Regents, shall be submitted to the Joint Committee on Employment 
Relations and follow the same process for approval as provided in the 
State Employment Labor Relations Act* 

(lA) Fair share provision : A fair share arrangaoaent similar to the SELRA 
provision should be permitted, but with a provision that any member 
may sign a "conscience clause" removing himself from the provisions 
of the agreement # 
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Conclusion 

Any eMibtUg Ztgl^ZaXlon pioviding coJUtcXlvz baKQoJmlnQ Aa^^uU ioK 
iaaulty and acadmic 6ta.U ^^cjJtd be ^epo^e ifiom ml not a. poAt OjJ tkz 
6tatz OK mnicAJpaZ colltcZLve boAgaJMng lam and IncJtudo. ^pz(Uilc 
pn.o\)lblonii In tkt ioitovilnQ kzy oaqjus V/Unciplu and phjacXlcu not 
to be abfUdQQjd, coltzctlve, ba^aining fUghtd, ^cuope, boAgaln^ng, anJit 
dajtmiiineuUon, the, mpZoyzfi, mployaz ogeMi, di.iinAM.on OjJ iacuZty and 
acadmic ^ta^^, eZtcttonA, hza/Ung jjonctcon, tmpoAAe. pnaczdiiKi^ , an.bWwXAjon, 
nx)tz oi ^tudoMti, pKoaodu/LZ jjo/t appJtoval o^ agfitrnznti, and iaJji ikoJit 
pnavtiton. 
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MINORITY STATEMENT 

The undersigned Task Force memberSj while finding substantial agree- 
ment with the recommendations contained in the report, wish to register 
fundamental disagreement with it on the following two particular issues: 
ISSSSA* What should be the scope of bargaining for faculty and academic 
staff of the University of C^isccnsin System? 
Recommenda t ion : Faculty and academic staff should be extended 
the right to bargain on all subjects relative to compensation and 
conditions of employment. 

Rationale t Restricting the scope of barg^iuing to exclude all 
subjects that might be handled through the diverse mechanisms of 
faculty governance would hamper su^.cessful bargaining by either party. 
Attempts to limit the scope of bargaining to economic matters only 
fall to recognize the economic significance of nearly all conditions 
of employments Since one of the primary purposes of collective 
bargaining is to provide organized and structured procedures for 
resolving conflict, it would be unwise to forego the use of bargaining 
on issues that existing governance structures have failed to resolve* 

Experience has shown that in negotiations under the National 
Labor Relations Act when one side or the other wants to bargain on 
a particular issue, it Is eventually bargained, whether or not it 
is legal under the Act* In Wisconsin the restricted scope of 
bargaining under the original State Employment Relations Act was 
found to be undesirable from the point of view of both the state and 
the classified employees* Upon the recommendation of the Governor's 
Advisory Committee on State Employment Relations > these restrictions 

I 
I 
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were removed by the 1972 legislature. It would seem quite unrealistic 
to ignore these experiences and prohibit faculty from bargaining on 
working conditions when we know there are many unresolved conflicts 
in this area. Why not prepare collective bargaining legislation which 
will regularize and keep within the law the bargaining on all issues 
which will Inevitably ensue? 

Beyond this, it would seem to be startingly inconsistent to 
permit academic staff to bargain on working conditions while denying 
faculty th^ ame right. Yet, this is exactly what the majority 
report of the Task Force has recommended. Such an arrangement is 
sure to create serious morale problems. 
iBBue 2 t Should individual members of a bargaining unit be permitted to 

opt out of in obligation to a fair share agreement? 

Recommendation ? There should be no provision for a '"conscience 
clause" as provided in the majority report. 

Rationaje t If bargaining is conducted for a unit which has 
adopted a fair share agreement, all members of the unit should pay 
their "fair share" of the bargaining costs. The fair share agreement 
is only a financial obligation and doe^ not require union membership 
as a condition of employment. 

Jerry B. Culver 
James C, Deyitt 
Robert Durkin 
Marshall E. Wick 
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APPENDIX A 

Statements from Faculty, Students and Staff 

At its first taeeting, the Task Force agreed that the faculty, staff and 
students should be invited to submit their comments and concerns about university 
governance as it is presently structured, their suggestions for improving faculty 
participation, and opinions of the desirability of collective bargaining within 
the System. The invitation was published In Faculty Memo and also was expressed 
to the Chancellors with a request that they, in turn, inform their faculties and 
students. The following individuals and groups submitted statements, which were 
reproduced and distributed to the Task Force membership: 

J. D. Alexander, Assistant Professor, UW Center -Marshfield/Wood County 

AFL-CIO Local 79, UW-Milwaukee 

American Federation of Teachers Local 917, iW-Eau Claire 

Summary of Professor Barbash's student's survey of faculty opinion 

B. L. Harrington, Professor, UW Center-Marathon County 

R. Byron Bird, Professor, UW-Madison 

Robert Blmbaum, Chancellor, UW-Oshkosh 

F. G. Cassidy, Professor, UW-Madison 

vT. R. Oil linger. Professor, UW-Madison 

B- C. Easterday, Professor, UW-Madison 

D. Fellman, Professor, UW-Madison 

J. D. Ferry, Professor, UW-Madison 

J. Fitzgerald, Associate Professor, UW Center-Marflthon County 



L. Gushee, Associate Professor, UW-Madison 



h. Haas, Chancellor, UW-Eau Claire 
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J. Hamilton, President, UW-Stevens Point Student Senate 

W. H. Hansen, Assistant Professor, UW Center- Sheboygan County 

V. Haubrich, Professor, UW-Madlson 

L. E* Hokln, Professor, UW-Madlson 

T. L. W. Johnson, Associate Rejristrf-ir, UW-Madlson 

D. W. Kerst, Professor, UW-Madison 

J. F. Meggers, Acting Chancellor, UW Center System 

£. Itoore, Assistant Professor, UW-Madlson 

R. Nilsestuen, *freslo3nt. United Council of Student Governments 

W. Pautz, Chairman, UW-Eau Claire Faculty Senate 

F. L. Pierce, Jr., Assistant Professor, UW Center-Marathon County 

H. C. Pltot-, Professor, UW-Madlson 

L. B. Rail, Professor, UW-Madlaon 

R. W. Robinson, Professor, UW Extension 

M.* D. Schur, Administrative Secretary, UW-Mllwaukee 

D. Steplen, Specialist, UW-Madlson 

W. E. Stewart, Professor, UW-Madlson 

W. H. Stone, Professor, UW-Madlson 

R. N. Stroniberg, Professor, UW-Mllwaukee 



J. G. Udell, Professor, UW-Madlson 

United Faculty, UW-Madlson 

University Commlttsc, UW-Madlson 

UW-Mllwaukee Task Force on Collective Bargaining 

H. D. Weinbrot, Professor, UW-Madlson 

P. Willoughby, Assistant Professor, UW-Madison 

V. K. Wrlgley, Associate Professor, UW Center-Waukesha County 
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APPENDIX B 

Appearances and Statements from Organized Groups 

In order to ensure that any organized groups within the University System 
had an opportunity to express their opinions, a letter was addressed to the 
leaders of all known groups such as faculty senates, university committees, 
faculty unions, and student organizations inviting them to subrit written state- 
ments to the Task Force and to have a representative respond to quesJtions by the 
Task Force members at the meetings on September 27 and October 23,1974. The 
list below indicates the names of the groups that responded to this iiivitatlon 
and the names of the representatives who acted as spokespersons. 



Constituency 

UW-Green Bay Faculty Senate 

UVJ-LaCrosse Faculty Senate 

UW-Madison University Committee 

UW-Milwaukee University Committee 

UW Center System Faculty 

UW Extension University Committee 

United Council of Student Governments 

Wisconsin Conference, American Asso- 
ciation of University Professors 

V7iscon8in Education Association 
Council 

American Federation of Teachers, 
Local 79 

United Faculty - AFT Local 223 

The Association of University of 
Wisconsin Faculties 



Representat ive 

Robert L. Burns, Chairman 

Ted Finman, Chairman 

Robert B. Ingle, Chairman 

Margaret I. Leonard, Associate Professor 

James E. Hall, Chairman 

James R. Hamilton, President 

Barbara Parsons, President 

Donald E. Krahn, Director of Field 

Services 

Richard L. Cimanings, President 
Michael Bleicher, President 

Jerry Culver, President 
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^.Q»»^^*^^ftPCY Representative 

Chancellors J Edward W. Weidner, 

UW-Green Bay » . . 

State Department of Administration Wayne F. McGoxm, Deputy Secretary 

UW Central Administration Donald K. Smith, Sr. Vice President 
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Board of Regents of the Unh^ersity of Wisconsin System 



REfiENTS 

Nancy Morry Sarkia 

•i« r. Mam Street 
P:v9'- fVis ri4022 



August 8, 1974 



Wy J. 5^i9h 

Pal-r-P^ik t-r,tilatlon Co.. Inc. 



■fiififl 



EUwarcf Hates 

W. Hoy K<»pp 

44 G. MPin Gtrect 

John M. Lavine 

y/. 'Jen^'al Street 
Chippewa F-iils 54729 

OoHraiP N. McNamara, Vice Pres. 
6'?^ E. Mtohigan Avenue 

MM ton ft, No-^hek 

Godr'<:y B'iP'Jmg 

hr^^U J. Pel!sek, President 

t-. vvirnonstn Avenue 
KMlv'^uk^jo f>"*202 

Wiitter F. Re«k 

rru»e V/inricver 

Mrs* Howard V. Sand in 

7C2 M.'^-^'Vthur Avenue 

J'lme^ G» Solberg 

147 M^in ?^''*ct 

Dr. Barbara Thompson 

f:> r'-ff.jr.. ,Ma(lison 

?»/Vf. ."• T'^'ir.tHndent 
cf I •: :j.slruction 

Mrs. Robert Ft. WHIiams 

S:^-..-f?p^ Point 64481 

%lnhn Zancanaro 

w. ^.>n*r- Street 

ttiiawdf riaalw 



The Regents Task Force on University Governance and 
Collective Bargaining several months ago invited 
interested faculty, staff and students to submit in 
writing and now has received numerous comments and 
concerns pro and con about university governance 
as it is presently structured; suggestions for 
improving faculty participation; and opinions on 
the desirability of collective bargaining within 
the UW System* However, the Task Force wishes to 
ensure that any groups — such as T/iUWF, university 
committees , faculty senates and student organizations- 
have an opportunity to present their views in 
writing and to appear before the Task Force to 
answer questions about their group *s position. 
Therefore^ this is to invite you on behalf of your 
organization or constituency to submit a written 
statement expressing your goals, desires, questions , 
problems or concerns about university governance 
and collective bargaining * 

This invitation is being sent to a wide range of 
organizations with the aim of giving all possible 
interested groups an opportunity to respond. However, 
the Task Force is perfectly willing to receive joint 
responses from any organizations that may wish to 
coordinate their efforts. 

The Task Force is scheduling its next meeting at 
9 a.m. on September 27 in 1820 Van Hise Hall, at 
which time a spokesman for each group that has 
submitted a paper is requested to be available to 
respond to questions only regarding that group's 
position. 
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You are requested to limit your paper to three 
double-spaced typewritten pages or, if you have 
a lengthy document, to provide a summary of no 
more than three double-spaced typewritten pages 
with your submission. Papers should be submitted 
to Wallace Lemon, 1762 Van Hise Hall, by 
Tuesday, September 3, along with the name of the 
person designated as spokesman for your group. 
If you have any further questions, please contact 
Mr, Lemon. ^ 
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APPENDIX C 

Suninary of Johnson Foundation Sponsored Contest 

A contest was sponsored by the W System Regents to seek innovative ideas 
that would solve the real problems of university faculty while doing as much as 
possible to lessen or avoid the adversary nature of collective bargaining. The 
prizes were paid from a grant from The Johnson Foundation of Racine, Wisconsin • 
The contest was announced in local and national publications, and 75 entries 
were received from across the states* 

The first prize for an overall plan to permit collective bargaining by 
faculty on wages, fringe benefits and some limited economic issues«-*without up- 
setting traditional faculty control of academic matter8--was shared by Dennis 
Blumer, Executive Assistant to the Chancellor of the University of Maryland, and 
Nell Bucklew, Vice President of Central Michigan University* 

Instead of calling for traditional collective bargaining on all Issues on 
the university scene, the Blumer and Bucklew proposals limited bargaining to 
economic issues and then recognised faculty governance as a unique, more sophisti- 
cated form of decision making for the University and its faculty, since faculty 
governance is non-adversary in nature • 

Second prize was for the best single idea, and it was also equally divided « 
Half was awarded to Professor Michael Bleicher, a UW-'Madison professor and leader 
of a faculty union local, whose basic idea was to avoid strikes by requiring that 
the faculty put a percentage of their salaries into an escrow fund to be matched 
by an even greater amount from the state. Instead of stopping work in a strike • 
The other half of the award was given to the United Council of Student Governments 
for a proposal that students be included la faculty-state collective bargaining • 
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APPENDIX D 

Discussions with National Authorities 

In order to gain insight into the national picture, the Task Force asked 
Dennis H. Blumer, then Director of the Academic Collective Bargaining Information 
♦ Service, to inform them about the issues and the components of existing laws. 
Mr. Blumer provided a lengthy written analysis and attended the August 2, 1974 
meeting where he answered questions from 'the Task Force members. 

In November 1974 a conference on university governance and collective 
bargaining was sponsored by the Johnson Foundation in cooperation with the 
Regents Task Force. The purpose was to provide a colloquy in which the Task 
Force members and nationally known scholars and experts could define and discuss 
the basic issues involved in collective bargaining and governance in higher 
education institutions. The focus was on a discussion of the basic principles, 
models and concerns that have emerged in collective bargaining in higher educa- 
tion in the nation as well as how they might apply to Wisconsin's particular 
system of public higher education. 

The following met for two days with the Task Force at "Wlngspread," the 
Johnson Foundation Conference Center: 

William H. Baumer 

Assistant Vice President for Academic Affairs 
State University of New York at Buffalo 

James P. Begin, Associate Research Professor 
Institute of Management and Labor Relations 
Rutgers University 

Dennis H. Bl timer 

Executive Assistant to the Chancellor 
University of Maryland 
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Neil S, Bucklew, Vice President 
Central Michigan University 

Matthew S. Finkin, Associate Professor of Law 
Southern Methodist University 

Kenneth P. Mortimer^ Associate Professor 
Center for the Study of Higher Education 
Pennsylvania State University 



Minutes of this conference are available in the office of Associate Vice 
President Wallace Lemon, UW System Central Administration. 
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